
  
Abstract — This paper is intended to explore the managerial 

insight of understanding the multigenerational workforce at the 
present competitive scenario and analysing their motivational needs 
as for the first time we may find four generations working together. 
Generational tension is one of the commonly raised concerns when 
there is more than one generation of workers in a workplace. Even 
though we know that each individual are different from others in 
many aspects, there are many common features among the 
generation. Likewise, between generations there are lots of 
differences as well. Baby Boomers to Gen Y, corporations must find 
ways to get optimal performance from everyone in their workforce. 
Each generation has its own attitude and style, which leads to 
frequent misunderstandings among the different generations. This 
paper tries to find the different factors which motivate these different 
generations. Understanding the reasons behind each generation’s 
different perspective is the first step to bridging the gap. This may 
also help the Human Resource Managers to strategically plan in 
managing these talents more effectively. The paper also reviews the 
literature available for understanding Multi generational Diversity 
and gives its research analysis towards the same.   
 

Keywords— Multi-generational Diversity, Gen X, Gen Y, 
Motivational differences. 

I. INTRODUCTION 
 

HE workplace today is much different than the workplace 
which we have seen previous decades. Office equipments 
and technology has taken the workplace to a different 

height. Typewriters are replaced by computers, Carbon copies 
are replaced by Photocopy machines, and Manual 
manufacturing units are replaced by fully automated machine 
units. Things we taken granted for today was not the case back 
then. Likewise the generations at workplace have also changed 
to a greater extent. Over the past sixty years, there have been 
three generations, the Baby Boomer Generation, Generation X, 
and most currently Generation Y also known as millennials. 
As these various generations work side-by-side in the 
workplace, organizational behavior has changed to adapt to 
each generation. Managers are dealing with a generation that 
has a unique work ethic when compared to their more 
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experienced colleagues. Interestingly enough, “organizations 
and researchers are just now beginning to address issues 
related to generational differences that may have a significant 
impact on the leadership and success of the organization” 
(Salahuddin, 2010, p. 1). Along with the diversity, it becomes 
more important for HR Managers to understand their 
motivational needs so that they can be manage it appropriately. 
As we all know that the thing which motivates a person may 
not be motivating another person. Likewise the motivational 
needs of multigenerational workforce would be obviously 
different. This research is to understand it in a better way and 
provide it as a white paper for the employers who face this as 
an operational challenge.  

II. OBJECTIVES  
 

(i) To know reasons for Gen X and Gen Y for joining, 
staying and quitting the organization. 

(ii) To understand the motivational needs of Gen X and 
Gen Y. 

(iii) To know the expectations of Gen X and Gen Y from 
their boss. 
 

III. LITERATURE REVIEW 
 

Dealing with diversity in the workplace means 
understanding and relating effectively with people who are 
different than you. The ability for a diverse group of people to 
build strength and unity through their diversity is the power 
that propels organisations into new dimensions of performance 
[1]. This section will review the literature relating to the three 
different generations in the workforce along with the 
literatures regarding motivational needs.  

A generation is a group of people defined by age 
boundaries—those who were born during a certain era. They 
share similar experiences growing up and their values and 
attitudes, particularly about work-related topics, tend to be 
similar, based on their shared experiences during their 
formative years [2].  

Baby Boomers  
Baby boomers are the one who have born between 1946-

1964. Baby Boomers are optimists who grew up expecting the 
world to progress and for the wars to end. This generation 
rejected traditional norms and values. Furthermore, this 
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generation did not grow up dependent on technology. As a 
result, they view technology as “artifacts” of organizational 
culture [3]. In regards to understanding this group, Baby 
Boomers possess traits that are shared among the members of 
other generations. Baby boomers enjoy having the autonomy 
to focus on some their own hobbies. The majority of Baby 
Boomers preferred having flexible work options, acknowledge 
the importance of work/life balance, and prefer to work 
remotely. Furthermore, Baby Boomers like to volunteer and 
help keep this planet healthy [4]. As the baby boomer 
generation prepares for retirement, the next generation 
(Generation X) will be taking over many of those positions. 
 

Generation X 

This generation marks the period of birth decline after the 
baby boom and is significantly smaller than previous and 
succeeding generations [5]. They are mostly born between 1965 
– 1980. The term was popularized by Douglas Coupland's 
1991 novel Generation X: Tales for an Accelerated Culture 
[6]. Gen Xers have cultural perspectives and political 
experiences that were shaped by a series of events. The 
Harvard Center uses 1965 to 1984 to define Gen X so that 
Boomers, Xers and Millennials "cover equal 20-year age 
spans"[7]. Compared with previous generations, Generation X 
represents a more apparently heterogeneous generation, openly 
acknowledging and embracing social diversity in terms of such 
characteristics as race, class, religion, ethnicity, culture, 
language, gender identity, and sexual orientation.  Unlike their 
parents who challenged leaders with intent to replace them, 
Gen Xers have a less prominent tendency to idolize leaders 
and a greater tendency to work toward long-term institutional 
and systematic change through economic, media and consumer 
actions. 
 

Generation Y 
 

Generation Y are also called as Millennials and they have 
grown up in the digital age. They are generally born at late 
1980’s. They show greater familiarity than previous 
generations with communication, media, and digital 
technologies. Because they are more “wired,” this gives 
Millennials a competitive advantage and makes them an asset 
when it comes to working with new technologies [8]. 
millennials are thought to be skeptical of long-term 
commitments, and are said to desire greater flexibility in their 
career. Members of this generation are described as preferring 
collective action, working in teams, wanting work that really 
matters to them, and being civic-minded, eco-aware, confident, 
conventional, optimistic, and socially conscious[4].  One 
research study described millennials as “opinionated” and they 
“[expect] to be heard” [9]. In 2008 author Ron Alsop called 
Millennials "Trophy Kids[10], a term that reflects the trend in 
competitive sports, as well as many other aspects of life, where 
mere participation is frequently enough for a reward. It has 
been reported that this is an issue in corporate environments. 
Some employers are concerned that Millennials have too great 
expectations from the workplace. Studies predict that 
Generation Y will switch jobs frequently, holding many more 

jobs than Generation X due to their great expectations[11]. 
Millennial characteristics vary by region, depending on social 
and economic conditions. There's a marked increase in use and 
familiarity with communication, media, and digital 
technologies. In most parts of the world its upbringing was 
marked by an increase in a neoliberal approach to politics and 
economics; the effects of this environment are disputed. 

 
Motivational Needs 

 

Maslow's hierarchy of needs is a theory in 
psychology proposed by Abraham Maslow in his 1943 paper 
"A Theory of Human Motivation”. No management student 
can miss it out when any kind of research is being performed 
with relevance to Motivational needs. We do have other 
theories like Herzberg Theory and ERG Theory for which lot 
of literatures are available and have become a part in the 
curriculum of any management studies. While going through 
the research works carried out in understanding the different 
generations in an organisation, I could recognize the scope of 
analyzing the motivational needs among these generations 
which I have tried to address in this research paper. 

IV. RESEARCH METHODOLOGY 
 

This study was intended to address the population of Gen X 
and Gen Y in India. Quantitative study is used for the purpose 
of the study. Non probability convenience sampling method is 
used. The sampling unit consists of Gen X and Gen Y 
employees from India.  

Data collection was done through circulating a questionnaire 
among students and working employees. For analyzing the 
data with ease, we considered the age factor as mentioned 
below: 

 
 

Gen X 
 

Gen Y 
 

Age from 28 to 39 
 

Age from 20 to 27 
 
 After pilot test, necessary modifications were made in the 

questionnaire after which it was circulated through mails and 
social networking sites. Totally 108 respondents answered the 
questionnaire out of which 105 (Sample size n = 105) valid 
respondents were taken into account. The variables studied 
here are taken from the previous research literature so that it is 
already validated variables. Out of 105 samples, 35 were from 
Gen X and 70 were from GenY. The average age of the total 
sample considered was 25.89, were 20 was the minimum age 
of the participants and 39 was the maximum age of the 
participants. Of the total respondents, 26% were female and 
74% were male. Also, 31% of the sample population was 
married and 69% were unmarried. Good proposition of 33% 
students and 67% professionals had participated in the study. 
A careful statistical analysis was done based on the data 
received from which we had drawn several conclusions. 
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V. RESULTS AND DISCUSSION 
 

Data collected was segregated based on the responses of 
Gen X and Gen Y. The percentage for each variable was 
calculated and the result was tabulated. With this tabulated 
results, statistical tools like bar diagrams were drawn to 
reach the inferences which are listed below as the research 
analysis.  

With our research, we have understood that Gen X and 
Gen Y’s priority is “Opportunity to grow” in an organisation 
they join with. Figure 1 shows that 48.57% of Gen Y and 
40% of Gen X felt that Opportunity to grow would be their 
first and foremost priority when they join any organisation. 
But it is also to be noted that there was a significant 
difference between the next choices between both the 
generations. 28.57% of Gen X priority was Job Security 
whereas 22.86% of Gen Y priority was Job Satisfaction.  
 

 
Fig. 1 Priorities of Gen X and Gen Y 

 
Gen X and Gen Y felt that Personal growth and 

fulfillment is very important in the job they do. But the 
focus towards financial needs have significantly increased 
among Gen Y when compared with Gen X. This is reflected 
in the Figure 2 where 34.29% of Gen Y gave importance to 
the financial needs but only 20% of Gen X looked for 
financial needs as an important factor. But when coming to 
motivation, Gen X and Gen Y had different opinion. 
42.86% of Gen X felt that Relationship and belonging 
motivates them in their job but it is Personal Growth and 
Fulfillment which motivates 42.86% of Gen Y. Even though 
Gen X and Gen Y felt that financial needs are important in 
their job, but they are clear that it was not a factor for 
motivation. This was visible when we compared Figure 2 
and Figure 3. The least motivating factor for Gen X and Gen 
Y was financial needs contributing towards 8.57% and 
5.71% respectively. 

When coming to the salary expectations from both the 
generation, 54.29% of Gen X respondents felt that salary 
can be as per company norms whereas only 14.29% of Gen 
Y respondents had gone along with this choice. 25.71% of 
Gen Y respondents preferred to have atleast 3 to 4 Lakhs as 
their annual salary. (Ref: Figure 4) 
 

 
Fig. 2 Most important in the job 

 
 

 
Fig. 3 Motivation for Gen X and Gen Y 

 
Also, the correlation value for the mentioned variables 

was -0.522 which clearly indicated that there was a negative 
correlation between the analysed variable. i.e. the 
expectations of Gen X and Gen Y are totally different from 
each other. Both Gen X (54.29%) and Gen Y (55.71%) 
preferred to have incentives and other monetary benefits 
next to salary. (Ref: Figure 5) 
 

 
Fig. 4 Salary expectations 

 

 
Fig. 5 Expectations other than salary 
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When asked about the preferences of the respondents 
after joining the organisation, both Gen X (37.14%) and 
Gen Y (38.57%) preferred the organisation which provides 
them an opportunity to grow. 22.86% of Gen X felt that 
Holidays and leaves may not be the preference whereas 
18.57% of Gen Y felt that Abroad opportunities may not be 
their preference  which is a bit surprising result. 68.57% 
Gen X respondents felt that they need to be recognized by 
their organisation if the company wants them to work for a 
longer period of time. But 67.14% of Gen Y respondents 
wanted growth opportunity in their organisation so that they 
can be with them for a longer duration. Also 62.86% of Gen 
X prefer to continue with their job for a longer run if they 
have a good boss which is very high when compare to Gen 
Y preference for the same which amount to only 35.71%. 
30% of Gen Y expected to be trained by the organisation 
whereas only 2.86% of Gen X felt that training would be 
also a reason for sticking with their job. 

34.29% of Gen X gave family circumstances as the most 
important reason for quitting their job whereas 25.71% of 
Gen Y preferred to quit their job if they don’t get an 
opportunity to grow. Abroad opportunities were the least 
preferred reason for quitting the job for both Gen X and 
Gen Y respondents. 71.43% of Gen Y felt that Less Salary 
would be also a reason for quitting the job but only 42.86% 
of Gen X had gone with the same reason. 

“Boss is always right” attitude was not gaining 
importance any more with the present generation. Our result 
showed that 20% of Gen X had this attitude while dealing 
with the boss, but none of the Gen Y respondents had this 
attitude. Similarly sharing their problems with the 
subordinates had increased with the present generation 
which showed that Gen Y was more social in the 
organisation than Gen X. (Ref: Figure 6). 

 
Fig. 6 Handling problem with Boss 

 
  While handling criticism at workplace, both Gen X and 
Gen Y had similar characteristics i.e. by analyzing the 
criticism rather than taking it in a different way. 51.43% of 
Gen X and 60% of Gen Y respondents felt that they should 
analyse the criticism and find the valid reasons behind it. 
(Ref: Figure 7).  
 

 
Fig. 7 Handling Criticism 

 
There was a significant difference between the thought 

process of Gen X and Gen Y regarding the options available 
to work. 34.29% of Gen X respondents preferred a flexible 
work time if given as an option by the organisation they are 
working with. But in the case of Gen Y, 37.14% of 
respondents preferred to have more work with high salary. 
Also, 22.86% of Gen X preferred to work abroad but only 
8.57% of Gen Y opted for the same. With our earlier 
references, this trend again substantiated that the dream of 
going abroad have been considerably reduced among the 
employees and students (Ref: Figure 8) 
 

 
Fig. 8 Preferred Work Options if given 

 
37.14% of Gen X respondents preferred to work with 

growing or upcoming private organisations whereas 41.43% 
of Gen Y respondents preferred to work with Branded or 
reputed organisations. Both the generation least preferred 
new private organisations to work with (Ref: Figure 9). 
Concept of Team work  
had increased from Gen X to Gen Y. This can be validated 
by the result what we had got in the  Figure 10  which 
showed that 60% of Gen X would like to discuss the project 
with their team members and work along with them and 
82.86% of Gen Y go along with this option. When it comes 
to the choice of having their boss, 71.43% of Gen X 
preferred to have a boss who motivates them whereas 80% 
of Gen Y preferred to have a boss who guides them 
whenever required. This showed that the new generation 
preferred mentoring along with motivation (Ref: Figure 11) 
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Fig. 9 Preffered organisation to work with. 

 

 
Fig. 10 Project Handling 

 

 
Fig. 11 Expectations about Boss 

 
With all the above analysis, following observations can 

be made. 

a) Both Gen X and Gen Y preferred opportunity to grow 
with the organisation they work with. 

b) The focus towards financial needs had significantly 
increased among Gen Y when compared with Gen X. 

c) Relationship and belonging motivated Gen X whereas 
Personal growth and fulfillment motivated Gen Y. 

d) Financial need was not a motivating factor for both 
Gen X and Gen Y. (atleast at initial levels). 

e) Gen Y was more specific about their salaries whereas 
Gen X goes with the company norms. 

f) Gen Y preferred opportunity to grow over recognition 
which is mostly preferred by Gen X. 

g) Family reasons may not be the highly preferred reason 
any more for quitting the organisation but salary can be the 
preferred reason. 

h) “Boss is always right” attitude was vanished among               
Gen Y. 

i) Gen Y was more social when compared to Gen X. 
j) Expectations of going abroad had decreased among                 

Gen Y. 
k)  Gen Y preferred to work with branded and reputed 

organisations rather than working with any other organisations. 
l) Gen Y preferred team work and expected to be mentored.      

 

VI. CONCLUSION 
 

This research set out to learn more about Gen X and Gen Y 
characteristics and their motivational needs along with the 
expectations at different circumstances at workplace. It has 
brought out the differences in the expectation levels and the 
motivational factors involved at work. As baby boomers retire, 
the generation next is about Gen X and Gen Y. Presently 
around 70% of the population in private IT sectors is from Gen 
Y. Government organisations may also face this situation 
shortly. Hence it becomes indispensable as discussed earlier to 
understand this emerging Diversed workforce which may in 
turn, help any Human Resource professionals to understand 
the differences about Gen X and Gen Y so that they can 
manage them effectively. 

 

VII. SCOPE OF FURTHER RESEARCH 
 

This study is limited as we have considered a small sample 
size i.e. n=105 in nature and has brought down inferences from 
the answers got from these sample. As we know the population 
of the country is huge, a detailed elaborate study with bigger 
sample size could be studied for better understanding. As we 
have considered the variables from previous research studies, 
there may be possibilities of including more variables in the 
study which may lead for further research in this space. The 
study can be further extended for analysing the motivational 
needs with respect to the conventional theories which exist 
from a long time and the need for renovation or validity of 
those theories can be studied. The findings of the study can 
also be validated through further elaborate research.  
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